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fiBSTRfiCT . 

The interim report of Project SKILL, a Wisconsin 
demonstration project, which provides job placement of handicapped 
persons in State Civil Service positions, .covers second year 
activities of /the project* Second year developments included: 
definition of intake and scree;iing as a staff s£>eci$lity; utilizing 
of special personnel strategies to decrease time in falling 
positions; crea^tion of new civiL service classf icationa; development 
of selection strategies;, expansion to include new departments, 
geographical areas, and job classifications; filling of positions 
without subsidy; and the additional". service of co-worker -orientation. 
The seven sections of the repokrt cover: (1) Analysis of Components 
(job development, screening and placement, training, supportive 
services/volu^teers/f ollowup, and staff responsibilities); (2) 
TrJiinees and fid Hoc Placements^ (case history examples included^"; (3) 
Resources; (4) cost Benefit, Analysis; (5) Problems and Lessons; -(6) 
Extension to Cities and Counties; and (7) Uodel dissemination* Due to 
the intensity and volume of in;teres1: in Project SKILL, a granf was 
writi:en and approved to provide a conference for -key administrators, 
in !tegibn V (Illinois, Indian^, Michigan, Minnesota, and Ohio), 
Copies of form's, correspondence, cost benefit revision, and a 
proposal are appen&ed* (Author/^A) 
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INTRODUCTION 



A< Developmenrs -Since Last R^ort - 

Tfie first year of Project Skill i^.rn^a strugj;!^ to bet\)me Itnown, 
trusted and rt-spected. It was also a prcjceyR of sorting out the* 
Important, dynamics from thoHe of lesser imports ' . ' 

Tlie second year has been a time of aolidf f ylng^ streamlirtjjig and 
expanding the lessons and findl[igs of the first year. In %hat 
year we wrestled out basic procedures and techniques; in. the 
second vear we refilled tliem* , . 

V 

The developments that should ht* spec i f leal i y defined as occurring 
In the secohd yethr are: ' . _ ■ 

(t) Definition of Intake a[id screening as a staff specialty 
■* t # > 

Utilizing of special pefsonnel strate^^ies to cut down th^ 
' / length of time needed to fi^l a position 

' y ^ ■ 

(3) Creati^of new clvli service classifications to better 
respond to trainee capacities 

^ • ' ■ 

(A) Development of stratQgle^ to aid ih selection 




(3), Expanslcjn to, include new departments, geographical areas 
an4 Job classifications which had not been previously^ 
- involved - " ' ' ^ * 

(6) Filling of positions wltiiout subsidy 

(7) The additiooiof co-worker (orientation to the arr^y of 
Services provided 

X- 

A few words of explanation regarding each of th^ abqve points .i£i \ 
necessary* 

(1) i^The volume of applicants ikfid complexi^^ of determining 
eligibility and obtaining necessary information on each 
pierson grew to be. so great that the requisite time ^nd - 
effort could not be accomplished with existing staff ■ 
resources. For this reasons the position of Intake 
Counselor was defined to attend to these matters^ with 
assistance* from the Job Coach* In addition^ thg Intake' 

.Counselor is responsible for monitoring ^the progress of 
a commit ted'^ppsition through the civil service system as 
well as for arranging examinations and follow-up interviews, 

(2) tn the. first year of Project » there was a great problenv 
with the amoiint of time consumed between the cpmmitment Qf 
a position to the Projeqt and the actual^ final hiring of 
a trainee' Into that position. This problem was discussed 
In every Quarterly Report and was due malnIy;,to the great 
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nainber ut procedures uhlch haJ to be gone through anM the 
innume'rahie hands throuj^h which paperwdirk had to pas^ 
The st;iff has done two thi^iga to cut down, t^je tlme-s^pVead 
and, In essu^rne, solVe tlie prolrlem* • First, each'flljftgt' 
uf rhe [jrorens Fr^ cunimitmt^nt t<s) filling tfit vacancy \iins 
he^n dc^flned In st^quenrt* <m a chsrC.^ We can now trackla 
position all the way jJirou^Jih and ran push It ajong If it' 
lingers' too long Insa^^ (pne 'pL^re* Previously had tk> 
wait to hear when a' pnstHon finally was ready for c'andi- 
dates to bt* selected*. 

Tn^a^ld it ion, the Project now makes eoctenslve use of reglst'^r^ for 
clarifications which are often used for the Project, 
proce^&re is' discussed ia depth in a later 'section of tt 
It ha!%nesiil ted Iti the almost-lnstant^p-e^ms filling of 
p<.>s 1 1"! «rtB . ^ :7*=CT£===^ 

re also discussed in Iciter sectloa^ af this report, 
important that they be understood as specific areas 

additlQsial 'discoveries have been made an^ Implemented 
the First Year Report* 
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new, 
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LookVi g. B^rward 




The movemet^t to non-subs 
par t Ic 1 pants Is evidence 
\endeavor * The Pro jec t ' s 
resul ted in^^j ^jc^^mmi tment 



Ized training positions for Project Skill' 
of its acceptance as a .valid manpp^er 
ccomp i.ishmen ts and track record nave 

the part of the Department of T^dminls.* ^ 
tration to place'V^ro jec t^^Sl^il 1 Into the next biennial budget request, 
This commitment Jtheh means that, upon legislative approval the 
activities of tlie Project will become an on-going part of the- State 
of Wisconsin c ! vi I service System* 

* Ln addltU'kn, preliminary work Is belHg done (through a six-mbnth 
d*;v^lopmental grant^/rom \\\^ State of, Wisconsin Manp6wer Council) 
^ tt^lsy tl\e foundation for extension of the Project Skill model to 
'^citjr^amd 'county government positions in the balance^of^-state* ^ 
Upon demonstration of sufficient support- in^tJ^e target areas, 'a ^ 
" foil ye&r implementation grapt will be applied fnr* * 

It Lfe^l^o possible that the model could be useful to other states 

ioc.^TSareas as well. The valiune of inquiries provides . 
'^preilmlnajry Indication, that such an activity would be supported. 
For tl>is reason, a conference is being planned in fall^ 1976^ 
which wouW expose key administrators in Region V (Minnesota^ Ohio, 
Indiana, Michigan and Illinois) to the model and would then gauge 
their^ intei;e*t in pursuing such an a(;tlvlty in their respective 
states* If^ the feedback is suf f ic iently posit Ive'^ a strategy to ^ 
assist Interested states, agencies wllT'lfe further developed. 
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At this point, then, many possibilities rectein yet to be explored 
and movement is being niade to ln<Jtiate such exploration* The yet-- 
unconf r'onted other possibility is the potential utility of the 
Pjoject Skill approach to private employers* Each of thes<i*^areas 
must be looked at sooner or later, ^-Tor now, we have at least 
begun to hammer ^t the unanswered question: ^What can be done?" 
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J ' ' CHAPTER I 



A. ^Job Developnieat : Life ^iliiout Subsidy ^ 

The ^rigiaal Project Skill budge't contained a line item providing 
re Imbursement^ for trainee salaries during the maximum six months 
training tlme^ Initially, tKis subsidy made employers mqre^willi^g 
to "risk" taltiig on a Skill trainee ^and assured that if a trainee 
. did T:iot achieve probati^rfary status there would be less outright 
cost to the^ employer < , ' . - 

The Pr^pje^ct Is now at a po itit , ..due both,..to budgetary and philo- 
sophical considerations^ to move a new plateau: life without 

1?- subsidy. J The Jbl^ Developer ' s task^ when armed with th^ "carrot" 
of a^ subsidized, t^raining vas indeed uphill. The two years of ^ 
eKpeVienfce and ttre decnonstrated value .of Project Skill recruits 
have tferided to make that ]ob easier. Now, however^ tWe crack in'«=* 

/ the door, triui^t be widt^ned. The two years' expieri^nce Has also 
shown that employers do get their money s worth when 'tf hey pay 
the training salary-/ TFie w6rk output accomplished during the 
""training period Is^ideed sufficient to cover salary ^paid. 



yith this new dynamic the Jo^) Developer's mission may agai*i, 
increase In difficulty, although some agencies have already " 
committed positions with fyll knowledge that ^there would be no 
subsidy. This development, however, and the continued flow of 
Project Skill position^ are Important to the portability of 'the 
Project model toofher situations, ^While it may be initially^ 
important to provide subsidy while a project effort is provi^g^ ^ 
itself, the ability to move to unsubsldized jobs is an important 
goal * in making the Project an on-going paft of the civil ^service * 
system^, * , \ ^ . - 

The j-ob developmenp effort then becomes a matte^r of concentrating 
on the ^t^^^. cjf ^services provided by the Project, the productivity 
and attrition rate of earlier part^c^ipants , supevvisor^F testimonials 
and' tJie efficiency with vhich a position can be filled once it is 
commlttejd', -The coming year will be. the acid te^t* 

\ \ V ^* * - * 

B< Screening and Placement: Breaking New Ground (Intake) 

In'jthe arefe of irttak^ screetilng and pJvacem^nt, some major changes 
: took T^ace in the secon4 year/ The first of these change? involves 
the consdli^ation of intake* functions under the Intake Counselor, 
this person being responsible for iijtake activities for the^adison^ 
ai>ea and, hi conjunetloij with the Trainer ^r Trainer Assistaej:, for 
th^ rest of the state. Final responsibility for the files and for 
infoarmation-gathering rests now with the Intake Coufiseloi£,< As part 
o>£^the^consoildation process, files were' extensively reviewed and 
iipd^ed referral source lists were concentrated, and master lists 
■ ^ . r ' ' 

"1" 
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^ of active applicant's and of their Job ^Interesjts were established* 
At tlie present t^\ime»v Project Skill has the following niimbers of 
applicants ; 

Act Ive : Mat&lson ^re'a ; LI A 
Outlaying ur^an: ■ I 

Dormant : 137 , , . ^ ^ ^ " 

Tot#: 365' ^ ^ ' , 

The secornl major crlange oc^urrSd when ^ limitation pn tiew referrals 
to 'Proj ect^'Skll 1 wa$*^{5ij£se.d , (Tht9_ Epplies only to the Madison 
area/ which hars thellarge^t iiumber of referrals; the outlying are^s 
haVe not presented t\ils problem,) It was felt that sn overabundance 
of applica*nts existecK in . tela t Ion to the number of Jobs auail^a^le^ 
and t.hat as the numbet of applicants increased^ Project Skill's \ ' ' 
ability to provide a 'meatiln^ful chgnce of employment ta them 
decreased. Therefore^ new x^errals for the most frequently*. 
DC(Eurrlng and mo3^ sought-after jobs were su^pended;^ a waiting list 
was established for those*Jobs and is drawn from as needed,' New 
recruitment is done for less frequently occurring positions for 
whicli a large^^^pool of candidate^ does not exist; this ia usually 
done as Individual positions arise. In this manner^ (I) several 
appl icants who had been with the Project 6©r quite a long time are 
now workings (2) the numl^er of Inappropriate referrals has decreased » 
'and (3) ^he flies are gradaally being reduced to. a morewarkablJp 
size. * ' 




^. In regard to j^peclflc Intake and scree^ntng activities (s-g- screening 
interview^ requested qualifying documentat lon^ etc,)^ there has. been ^ 
no change; requirements and procedtwres remain the same. Howev^r^ ' 
there has been^ <'ind continues to be^ reenjphasls of referral proce- 
dures and oC^the referral source's responsibility In the referraj^ 
process. This alms at: (1) better serving the applicant and 
,(2) reducing the problem of Inappropriate, referrals to Project Skill 
caused by initial misunderstanding of what Project Skill actually 
is and by misinterpretations of wliat Ptoject Skill should be ^ aa 
well as by simplti forget fulness , In considering applicants already 
In our flleSj greater Emphasis Is being given to a^fairly current 
recomiRendat^Dn by the referral source In order to offset time lag 
since the original referral. This continues Che update process^ 
In some cases resulting In wlt^idrawal of tfie referral* ^ 

Oral examlnat lon/evalua^ ion ^ the next step toward placement^ also 

evidences sef^e ImpcVta'r^t changes. Firsts Hhere is in most cases 

automatic feedback to the referral source about the applicant's 

performance on the oral exam and Job interview^ noting both strong 

and weak areas. This has produced a very positive response from 

the referral sources^ as th^y can Incorporate this Information In 

their efforts to help the applicant toward Job-readiness* Stronger 

working rela t lonshlps between Projec t Skll 1 « and referral sources 

result^ as well as better-prepared applicants, 
# * 

A second change Is the establishment of jqb registers from the 
results of . the oral exams, (^'or a more de-^ailed discussion see 
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''<|¥vU Servld<t Procedures" section*) The registers'^ valid Tor n 
period of six monthg^ a^id considerably, in accelerating the hltlng- 
process; nam'es on the register nre automatically ellglGle, wlttiln 
the restrictions governing that register^ for a- job interview* 
Thus the lengthy processes nf'lntake^ screenings and examination 
can be avoided during the lifetime of the register^ this ie a 
great i\id in both job <ieveloping and In placemenV, A record of 
^ the registers, with names and^ expiration dates^ is^ kept by the 
Intake 'Counselor* ^ - . 

A third change is being Initiated in the admi^strdtlon of "ab^ 
breviated ver^lon^, of writt^en or performanoe cTferical exams as 
part of the oral ei^atn score for selected clerical positions only 
♦(usually a higher level position)* Two considerations, influenced 
this decls^n: (1) Registers established fVom exam scoree have 
a isix-month lifetime^ if the register is t5 be a usaful tool^ 
scares must valid indicatorjs at' any Cime. within those six c 
months* (2) Registers are established for a whole job category, 
yet individual' jobs wirhin .tliat' category may exhiljlt a wide 



degree of vari| 
tool, it must 



ance; ^gain, in -order that"* t^he register be a useful 
represent a certain basic skill level necessary for 
clerical fun'ctlions and coimnon to all tHie jobi within a cate'^gory* 
Because of thebe factors^' an objective component in the total 
score was seen' to be an advantage* That tdtal score derived 
so that the applicants will not be penalized for performartce on 



the written or 



priate referrali would it ha^f4 a decisive negat ive- influence on the 
total score* The written or performaniie exam has been employed 
(twice) to dat^t^ with favorable results* 



Training: 



1 - JTraine^ s 



Traitilrig for 
component of 



perfo^ance exam; only in the oas^ of An Inappror 



Trainees^ Su^ervlsorg^^ and Co'-^VJorker^ 



a period of 
the PJeoJect. 



p,^^-TO six 



up,--et) six mo(itha is' 
This, time ie used 



a standard 
for 



- Learning tlie tas 



a/ 



- Adapting to, the work .jroutine 

l Adjusting to co*w<?rker8- and supervisofs * 

- Arriving at general proflci^hcy of a. person 
i:eaularly recruited for the job , 

Orientation : trainees are given information concerning 
the ;,fol lowing : ' » - 



1) ^ Hours 
1) Wages 
3)' Safety 
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A) Union - .-^ - 

5) Vacat Inns , ^ - . , 

6) Sick Leave ^ - ^ 
Ai^) .Other fringe benefit options 

- 8) '\ WorkJ^ules . ' , ^ 

Trainees faflcVe some awareness of these to^ic i from 
their preiliminary interviews for the jo^. However^ ^ 
a specificMi&cussion is -held at the beginning of 
tHeir empl035an.ent. When larger groups a reci' beg inning 
work^ spec;fal ist's may be called on to talk ^^about 
^erta^n tO(iics» e.g-^ safety or about \he union.'. 

ralJiee orientation in one particuiar^;^^i£^''"l3|(l,<^4j^f^ 
Ttsintiy with a state colony and traiWtng sdSobl "^fJUr^^^ 
tiie retnrded» the department of Vocational' Rehab^ll^ 
tntitjn Counselor^ the employing unit tr6"4niiig officdr^ 
and\the Assistant Trainer The orientation is geared 
tq explain the following: 

1) Perso-nnel Procedures 

a) Rep<?i^qing In ' ^ " 

b) Breaka\- LuQch 

J 

c) Train ink "^Schedule 

d) Wlio to ^aik 'to regarding probljems 

e) Safety 
2> "Project Skill 

a) Honlto^irfg and evaluation 
* . b) Probleim splving - counseling - 

c) Trainerlresponsibiliti&s 
3) D&partm&nt c|f jVocational Reiiabilltfajiprjr ^ 




a) gWbrld. of^ V^rk Series 

b) Counseling 

Pre-Vraining : In cer.tain instances s^^ preliminary 
training has been oorisidered to be necwsary. Some of 
the reasons for pre-^ti^ining are; 
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I) ExploratioQ of the ievel a£ trainee^s ability - 
* ^ skill and reLitionship with others * 



2) Basic o*rleiU^tlt>a to work setting 

Wlio boes Training ? Tlie liTunedlate Hupervlaor within 
the 'erT\f)loying unit d^es the training; he joa/ delegate 
certa In * Instruct lT>nai dut ies to lead workers • 

Supervision pf a trainee includes: 

"^^^ 

^\X) instruction In tec+inlcal .aspects dt the work 
2> Periodic monlj^rlng of progress ^ 

3) Establishment of optimal work atmosphere 

^ ^'A) Per iodic feedback of pi^ogress evaluations to ^ 
. f trainee ■ ^ 

5^ Reportjjcjg of trainee progress to referral! sources^ 
^ a'dminlstraclon, per^oanel^ Project Skill 



^ /^ouns^Ling and Referral of Trainees : Counseling is. 
defined the , interaction ^t.^tweein ti)b individuals 
where the counselor provides c^'es which help the 
trainee move toward .i^-rescJlut^pn of conflict, decision- 
.makings improvement of mojod ^ or generally increased 
awareness and acceptance of realistic options* 

Tliis process Xn the generel sense could take place ^ 
betVeep a ^'upervflsor and trainee^ but if the problem 
^ is comp^lex'^or protracted , referral to the trainer is 
indicated. The traitor will dec;lde whether' to provide 
counseling or to refer the trainee' to another resource, 
such as the Divisionof Vocational Rehabilitation^ ' " 
Mental Health -Cencejrs ^ FTehabilitation Facilities^ or,- 
other agencies • 

^ . — - > 
Tf the nature j^f the problem is in the realm of activ- 
ities of daily livings e*g* housings f ood ^ shopping, 
budgeting etc„ f the trainer refers the trainee to the 
suppoj'tive servic^js staff member. 

Types of Jobs : . ^ ^ 

Building Maintenance Helper 1,2 " - * 

clerk I, 2 ... 
Foofi Service Laborer v ' ' v* 

r 

- Food Service Worker ' - . 

Graphic Reproduction Aide . . * . 



Laborer ■ ■ ' ■ ' " - ^ ^ 

\ • ■ ^ * • - ' ' 

' . Laundry^ Lahore If ... ' 

, Management Information Specialist 2* ^ *^ ^ ^ 
Property ' Worker ^ ^ 

, Shipping and Mailing Clerk- 1 ^ ' * 

StocV Clerk 1 " ^ ^ ' 

' ' Xypist 1, 2 . " 

g. Types of Work Settinga : 
Federal Property Program 
Mental Institutions \ ■ 

Office Bilildings 

Training Schools for persons who are retarded - 

' Universities 

Vet^ans Home 

Supervisory Training : " , * 

' A formal ,. -presentation has been evolved by the Assistant^ 
Trainer for use in virtually all job settings* T^e ^ 
supervisory training program has been succes^sful in most 
instances in providing supervisors with particular insights 
and 'tec:hniques for working with Project trairfeesV" In ' 
some ca3!es> a problem is created when trainees begin 
employm€?"nt before the tcaining program is given. It iS' 
an ever prjesent fact^that personnel departments must*be 
totally committ'e<i to tlic program^ at^ari* of peoples' 
attitudes (especially supervisory personnel) in orxler to 
help spear "of^ problems before and (^,uring the I'roject Skill 
invo 1 vemenc, ^ ' * 

Supervisory training is api>roxim<it ol y 2 1/2 hours long; a 
certificate of completion' is issued to' each supervisor 
p;i rt ic ipat in):; in the se.ssion. Th^- st^sslon* is 5^et up to 
■give s^iperv^^sors a training plan wli fch can be Implemented 
in tlio totnl work unit^ to more tluiroujL^hly tn-rln new 
^employes and -it the same time alert .them tn the strengtli?^ 
ar;d weaknesses oL petiplt- via ac 1 1 v 1 1 tes ■ done amung them- 
"selves, during the training- (The emphasis is shtfted to 



the tnlld mentally retarded ,and restored emotldtially 
disturbed popuiltlon after'enough exercises are done to 
make them knowledgeable about the learning pj^ess of 
^ adults%) A manual has been developed by the Trainer 
Assistant which descrlb&js this .process In detail, 

3* Co-jWork-ers : , 

Ttie^ si:a£f has been made aware of the need for'^ co-Workers 
to know about the Project, It .eases tensions -that are 
falrly"^ nSrjnal though not necessarily accejJtable which 
generally make the training situation uncomfortablei 

Co-worker training varies^ In length; but is generally 
^a 45^1nute program, with an emphasis on Project Skill, 
and. what It offers as a special program for the mild 
mentally retarded arid restored emotionally dlstuiibed 
^ > person. The film Is used to help explain the program In 
both ^;:he supervl$ory training and co-worker tralnitijg. 



hpe 
4, ^,Staf flnRS : 

Stafflngs occur after the first three weeks of eraploymef^t, 
although reports begin after the first week and continue 
every ^ek therea^tej until progress warrant?^ fewer 
evaluations. . ^ ' ^ ^ , o 



Stafflngs are a very ^pecla^l part of the emplojnnent 
picture £ot the trainee arid the supervlsdrvi Time Is^ set 
asj.de to talk With the trainee about the work he Is 
involved In, what he thinks his progress Is, and how he 
^1^* {eels about the work after he has hM a chance to do It' 
for approximately three weeks, (The first staffing "Is 
a^jout three weeks after starting date, so that the trainee 
has a cJiance^to become familiar with tl^e work, co-workers , 
^ >* supervisors, and work rules,) The same Is tTue of the 

.supervisor. Time Is also set aside to talk to the * . 
^ supervlspr about the trainee and his ^progress. Both the 

► go^d and bad' points are brought out in tftie Individual 
meetings and the trainer^ makes a point of bringing the 
points up when the joint meeting happens. It Is the ' 
st^f£'s feeling that feedback is very helpful for the 
trainee and that It can also be a means of helping to 
mediate and remove misunderstandings long before th^y 
becdme a real problem. Many questions are answered by 
the j)ersons Involved In the meeting and thus far the 
results qf the stuffings have been of a natiiire to provide 
useful Insights and Information, 

^ ' . ■ f ■ 

D, Supportive- Services^ Volunteers and Follow-up: Bedrock 



Supportive Services :. ^ 

The supportive services aspect of the program Is very important to 
assjfim the trainees needsJ^d problems have' been ^tten^ed to, 

P?-®*^^^^^^ ^® to be_ successful . ' ' - * , ' 



.Supportive services la a ^featui'e of thje program that is laot' 
util;Lzed by every traiflee* Jt la, however, extended to alll and 
those who do have problems in the supportive services ^cei are 
referred^ to the Job' Coacht Examples of the kinds of supporti'tfe 
services*whlch hav^'.been provides are: 

Assistance with tran^porJtgttlon and, moral support ^ night" 
traffic court situation 

Assistance with tranaportatio,n and moral support ^ hoapital 
emergency treatment ^ \ . . 

Assistance with food preparation, shopping wi&ely 

Assistance in arranging for a.trainee'a transportation 
^ after work (second ahift) 

Assistance in opening a 6a\^ings account 

Provision of moral support ;by accomp^ying an eMgible 
applicant who ^as hired into a 6ETA LTE position (our 
placement but ^ot a Project Skill position) for .interviewa, 
and assisti'ng her in finding tranaportation 

* Aasistancje with devising and implementing a budget 

Asaistance in searching for housing 

1 * 
The 'alerting pf trainees to various rec^reation pr^ograms ^ 
available in the community' ■ , * . ^ 

* ' , ^ 

In some cases, counseling is also a part of supportive services . 
In those instances where the counseling needa are most acute, the 
trainee is referred to Vocational Rehabilitation or Mental Health 
Center personnel . ** ■ , 

Volunteers : .. ^ ^" . 

Becauae the Project .Skill Program is geared to asaiat persons who 
-aVe mildly mentally retarded er restored emotionaliy 'disturbed, the 
volunteei^ntlty of the program is a significant factor In trainee 
success; therefore*it must be handled with a great deal of diplomacy- 
in many cases, loneliness is a problem for .Skill trairjeers. For the '* 
specific population tKat Project Skill served , ""there are not a large^ 
number of volunteers and because tHe process^ is a delicate one, 
ther^ must be some ^sauranceT that the experience will be positive 
for bpth' parties involved* * 

the volunt^^er qualities most sought are: 

' ' ■' / . 

Willingness to work with a trainee on a'one-tP"one relationship' 
and as a friend ^ . ^ ^ , "■ 



willingness to assist in situations when th^ n^ed'ariseSj 
such as budgetijfig, ^hopplng^ cooking, or just having £uh' 

Willingness to spend a 'minimum 'p£ two hours a weak with the 
trainee* The speciEic time aiid day would^ be agreed^, upon 
between the volunteer and the trainee * , , 

- kx. presenf there is one active volunteer and one volunteet situation 
which could not be worked out becatise of a conflict in working hours. 
Two trainees have received voluDJteers' in the past. 

Volunteers are contacted week^y^to tnonitpr progress, answer questions 
and concerns, , * , 

Some o£ the activities the voluntepr^s and the trainees have been 
doing together are going to the tnoviesj eating out, going to a , 
concert, or chatting with one another. 

ghar:^cteristlcs of thW three trainees who now have or* haVe haci a 
. volunteer i * ^ 

1* Female ^ ' ^ . 

^ Disability mentality retarded ^ 
/Vge - 2A 

Present^Jtfb Laborer 

(? 

2,' Female 

Disability-- etnotionally disturbed 

Age - 21. , , • . . . ■ \. ^ 

"Interests - bowlings music \, 
Resigned from her Building Maintenance Helper IXposition 
^ to move to a different city 

3 * Female ^ . > ^ 

Disability - mentally; ret|?rded ' - ^ ^ 
Age - 18 ^ 

Interests - water skiingV horseback ridings and tennis 
Was, terminated from her Building Maintenance Helper 1 
positioTn 

Characteristics of. trainees for whom volunteers are being sought; 
1. 

Disayilltjf ^ mentally retarded; a^lso speech defect^, one 

paralysed arm and ^epilepsy - 
AgiB - 26 ' * 

Interests - colTecting coins^ going to 'the movies 
Present Job - Building Maintenance Helper 1 

2, Male ^ . 

Disability - me'ntally retarded; also epilepsy 
V ^ Age - 36 

Interests - collects salt and pepRer shakers., religious 

. . activiti^es 
Present Job - Building Maintenance. Helper 1 



3. Male 

4 Disability - mentally retarded 

Age - 31 . * , ' ^ ' - ^ . 

■ Interests - none 

Present Job Building Malntettance Helper 1 * 

Volunteer agencies are contacted regularly for Xhe purpose of 
recruitment and ^pakln^knovm the needs of particular trainees who 
lare In -need of volunteer ser^i^Lces. Agency gixiups contacted are: 

' ■' ' ■ , 

Citizen Advocacy Program . ^ ' ■ 

Wisconsin Union Volunteer ?rograni. ^ 
Voluntary Action Center , " " 

Central Colony -Volunteer Program 

Lake^ Shore M^or , , ' *. 

St* Paul's Catholic Church f 

■ ^ ' ■■ \ 

Allen Hall^ ^ . ^ 

Madis'on Area Community o£ Churches 
Lutheran Social Services 
Madison Association of Retarded Citizens 
■Retired Senior Volunteer Program 

\ ^ 

* Community Action Commission 

Mental Health Cetiter , * 

Madison Coinmunlty Center " " . v 

Participation In Volunteer Days Included many of these various 
agencies. Project Skill has been represented at^the Unl\^rslty of 
Wisconsin Memorial Union and also will be represented in the spring 
at Madison Area Technical College to assure the visibility of the 
program. Also In early April 'the Volunteer Coordinator will be 
attending a workshop given by -^the Wisconsin Union Volunteer Services 
entitled Student Volunteer Program ^change. The purpose ^of the 
workshop. will be to see what both the agencies and faculty can do 
to make the student volunteer program better for all Involved* 

■ ■ * \ 



Follow-up : " • ' * 

Because the main emphasis. of the. Project Skill program Is to 
develop a' model for employment of the mildly mentally retarded 
or restored emotionally <llgturbed persons, the Project staff 

^ ' 16 



determlnech cha^ the end result for each traine^e should be carefully 
jjeviewed in terms of syccesS or failure* . 

This pr(ic^3s is generated by a basic concern for' what happens to 
each individual from the time or. application to the Project. * 
Involvement begins with the prescreening process which is done . - 
by the Intake Counselor* If*a trainee is not able ♦to succeed in ■ 
Prqj e'tt ' emp4oymeTit , it is the staff's responsibility to see that 
t'he transition back to the public or private sector or other 
services is a smooth experience, even though. it 'may not be pleasant, 
this Is done by calling th^ individuals per/iodically to check on^ 
their overall sit.uation, provide enccuragemeht , and to lionitor 
whatever progress is being made -toward , utilizing other resources^ 
It is a concrete' way of spying to the former traloee- "I remember 
you and I care*" It iafaiso a way to find out wh^her there is 
anything J^urther the Project can contribute to ^he former trainee, 

.Some examples of the trainee situations which have Been folloWed-up 
are: 

One 'trainee who was a .Laboter left after working for five 
months. He was not enthusiastic about the nature of the 
work from the sfart. After j^aving, he got a 



After 

order cook, at a hotel makin 



?3*25 per hour* 



job as a short 



A trainee who was a Building Maintenance Helper Was tei^minated 
after working six months. He obtained a job at a processing 
plant, removing par^g£from cars making $2^60 an hour. 

Another trainee who w^^s a Building Maintenance Helper for six 
weeks terminated her employment because she didn't like the 
work* She is seeing her DVR counselor who is trying to help 
her find employment , ' ^ ' 



S^Bf f Responsibil Ities 



Dissemination of information about the^Project for applicants usually 
begins at the referral source* However, Project staff have the 
responsibility to inform ail the principals about information they 
should have* The following list represents some of the major topics 
afnd responsible agents in tiie information exchange; 



Non-Plo.ject Skill Staff 
Referral Sources 



Project Skill Staff 

. Intafe-e'CouB^'elor 
Job Developer 

Supporti^ve Servitea Specialist 



Applicant . 



Intake Counselor 

Supportive Services Specialist 
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Noo-Project Skill Staff ProjecC Skill Sca'ff 

Eniployer; , '^^ ^f,. 

Personnel >Job Developer 

Supervisors Trainers 

^rmal Training Assistant Trainer 

Personnel Procedures Job Developer ^ 

Intake Counselor / 

^ Co-Workers Trainers 

vVt^lnee, * ft- , • , Trailers 

Suppor^tlve Services Specialist 

— ' • ; 

Oopmunlty^ Resources , ^ - 

Vbiljnteers \ i^. - . Supportive Services Specialist. 

Files, Re^ia^tlonlst , Typln^^^ Secretary 

This list represents^>lie persons primarily responsible for respec- 
tive^ contacts, Vlrtuali^^^ll staff have participated In functions 
other than tK^tr primary roTfea^ This enables each member to have 
a better awareness^of the" overall^ ^oc^ss; It also is necessary 
to meet the wo>k demands as volume Incn^ases In certain ar^as* 



■ ■■[ 
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CHAPTER II 



TRAINEES AND AD HOC PLACEMENTS 



A . Tra4,aee Characteristics (Summaries and Case Histpry Examples^ , 
March 31, 1976) ■ ■ [^^/'^ ^ 

The following Is' a summary of Information on those Individuals 
who Are now either peripanent state employes or who are wcjrking tcr 
achieve that status. 

Status : Training 19 " _ 

Probatloq 11 

Permanent 22 , 

Total Active : IT \ 

Average time in tfraii^e status of persons advanced to probation:^ 
3. 5 months 

Number of persons .jpromoted : 7 

.Number of persons demotrfed; 1 (A voluntary acceptance df redaction 
In pay to move to more "compat ible job)(Laborer to Clerk 2) ' " 

Number of persons demoted to lower classification within same job 
series: 3 (Persons moved from Laborer-probation to Property Worker 
probation) ^ 

Active Trainees' (52) 

Sex Race " 

Male; 37 „ ^ White; A7 

Female :^ 15 Black: 3 

Native American: 2 

^ , Chicano : 0 

Disability Age (at time of hire) 

Mental Retardation: 35 18-21: 2A 31-40:^^ 

EnKStional Disturbance: 17 22-25: 7 Al-50: 

. 26-30: 6 51 & over: 
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Persons who have remained active within Project Skill and the 
State Civil Service have numbered approximately 70% of the total 
number placed to date* 52 of 75. 

A* r«view.-of the prog'ranij trainee statements, supervisory reports^ 
and trainer ngtes and , Impressions points to some tentative 
generalizations about the reasons £t>r retention and progress^ 
(not necessarily In order of importance); i 

(1) Development of appropriate job commltTni^nts » / 

# ' , / > 

(2) Careful selection methods , ( 

(3) Supervisory and co-worker training as appropriate 

(4) Formulation of a training and c^se plan with trainee, 
^^ployer, and referral source 

(T)n^ Periodic monitoring of progress via written reports from ^ 
supervisar; me^tlng^ with trainee^ supervisor, and .referral' 
source 

(6) ."Enlisting ^pportive services when necesss^ry ^ 

The following are case histories which indicate some o£ the 
^dynamics relating to Project Skill particjjLpants who arSe presently 
active: ' ' ^ ' 

A, S , ^ 5A ^ married, male, black. ; \ 

Position : ^ Building Maintenance Helper 2, 

Education; Fourth ^rade, '^^^ 
"^^ '. ~ ' ' * 

Faihily : Lives with wife: 

Disability : Mentally retarded. It was suggestec^ ^^^^ 
intellectual and academic performance were probabl}^ severely 
depressed by cultural and social factors, ^ \^ 

Work Hlstbry : Seventeen years, cons^truction; eigWt years 
factory; other short' term jobs. " 

Training Progress :'' T|ie trainee immediately _demonst rated 
excellent work habits^ and a£ter^2 1/2 mbnths. advanced to 
Prolj^ion, ye became a pSrmanenNstatej employe 9/30/75 
\ and continues^ his good. work. x 
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* ~ \ 

J >H> : 22 ^ H Ingle , female, whLte * ^ , , ^ ^ 

Position : Building Maintenance Helper 2* 

Education : Twelfth f^rade, ^ 

/ ^ Family : Foster home • ^ - 

* ft 

' ' , Disability : Mental retardation; immature personality, 

anxiedy react ion , and elements of "depression^ " . 

^ ' Work History : , Short /term Jobs as nurse's aide; kitchen 

help; laundromat ^ helper ; housekeeper. 

Training Progress : The tralnee^tJid average work from 
_ . _ ✓f^fi beglnnldg, and was advanced to Probationary status 

Jp^ * 'after 2 1/2 months, S^e has now becom^-a^permanenf 

' state employe, . * 

• • ' ' K ' \ ; 

^ G >H> ; Ol, siogle male. ^ . ' . * . ' 

Position: Property Worker, ^ , : , ' , 

Ed^acatlorf i Twelfth grad^, ^ ^ ^ ^ ' 

^ ' Family : Lives with par^rvts* 

Disability .: Testing results were -from about eleven /ears 
ago, \Intel J igence^ appraisal at that time gave ^ picture 
of mixeS^ potential, e,g/, some' brafin damage, a range of 
ability from very good memory, for rote learning down t^ 
\ a very low ability to synthesize pact^ into a uhole. 

Some speech, impediment was noted. The referral agency, 
considj^red the trainee to be borderline retarded, 

r • ' 

Work Hlatoyy : Brief work in tobacco harvesting, cleaning 
cars, 0;£^r ten years' in* a 'sheltered Workshop 'doing a 
yarlety df work, the last sevterai years in a candle'- 
* ^nanuf acturing, operation* / 

^ ^ Tratnjhcife Pr^ogress : Trainee was hired as a Laborer- trainee 

^. 6p do^.a variyty"of/fcleaning.,' j-epair* and .painting of tools', 
\inachinery, ^nd 'furni^iure;' I soijtirig and packaging; and ^ 
o matterial handling. Hie work has been fairly steady but^ 

■ * not fast* He works Best on, structured tasksi Due 'to 

some limitation^ 'Of- flexibility arid speed, the trainee ^ 
has t^een xeclassified i^nto a somewtiat lower job called 
Property Worker* He is currently * oh'iprobations art^d his . 
^steady* attendance ^nd^erf ormance Ijidlcate he will be ^ . 
successful at j^is present job level. 
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; 23, married male. 

Position : Building Maintenance Helper 2* 

Education : Eleventh grade. 

Family ; Marri'M fllnce bec<^mlng a trainee, 



Disability : Mentally retarded. 



tfork History ; Three years farm hand; thr^e months loading 
. b6x cars; three months at rehabilitation facility as janltoj:, 

Training Progress : (The general climate of the institution 
^ where the job Is coul*d be characterized as resistive to ^ 
chapge. ^Administrators > supervisors, and xorworkers ^ex- 
pressed apprehensions about/having a "r^tardftd'^t^erson 

k as a. Building Malntensmce Helper Th^y were partly 
conditioned by assuming that the Ptoject Skill trainee 
would be In the moderately retarded jfange rather than the 
mildly Or borderline retalrded range,) 

in any event^.tlhe trainee made sTow but steady progress, 
and a^er five months was advanced^ to the regular Proba- 
tj^snary status. The success ip this esse seemed to be 
due to; * ^ 

(a) ^ A trainee with ^ood work habits ^nd sufficient 

learning potential • 

(b) A conscientious supervisor, 

^ (c) ^Periodic supportive counseling and financlTal aid 
via, the Division of Vocational Rehabilitation and 
a counselor from^ a rehabilitation facility, 

(d) (The prjellminary orientation to the Institution 

sta^f by.Proj^ect Skill per^imel play^ed an indeter- 
minate tole, but we bel^,eye It allowed some 
catharsis of emp]^©ye feelings and provided some 
^ ' backgroytid inf<Srmatlon'^ "The, instJitutlon has 

recfentlv requested another Bulldlfig Maintenance 
Helper 4 ^ T ' ^ 

:_rL: 24, oiftgle male\ ^ 

<^ ' Position; Building Malntertance Helper 1* * 

Education : Seventh grade, \ 

Family : Lived with parents^ four brothers^ aTid^one sister 
■until he was abaut twelve, ) y ^ ' ' 




Disability : Trainee has a congenital gpeafi^h Impediment^ 
partial paralysis of right arm and right leg. His eaVly 
adjustment to family was difficult with trainee's ^ 
threatening of family members with physical Violence. 
He had ^S^lstory of epilepsy during adolescence^ com- 
pletely^ controlled now* Various Intelligence testing 
during adolescence Indicated I*Qi.'s ranging Into the 
low average ran-ge with s<9me orgemJx/ Impairment* Referrfil ^ 
sources to Project Skill- considered him to hm/e physical*, 
emotlonsl, and IntellectVi'al Impairments* 

InstltutlpHs : After seventh grade^ his motherVJt>ecame ill . 
and, with his adjustment problems, It was decided^ to send 
him to a state-run colony for retarded persons* He stayed 
there several years af which time he was transferred to 
a privately run residential care facility. ^ He re&ided 
In this facility at the time he applied to Proj^yt Skill. 

Present t,lvlng Arrangements ^ The trainee moved^ to his 
own apartment two months after beginning Project Skill 
training* He has maintained hlmsalf there for eighteen 
months * ' ' , ' ' 

^ Financial : /The trainee had problems 'understanding the 
SSDI and SSI arrangement* Communication presents a big ^ 
problem for others who must try to help him. Checks, . 
which were returned to the' government , continued after 
the government said he was no longer eligible; after ^ 
considerable^ attention they did stop* He is at this^ 
time maintaining^ himself with no financial assistance* 

Soc lal : He has a sister whom he visits during his 
vacations ^ he does not have many friends or associates* 
He leads a fairly quiet rife, occasionally going to a 
movie, and manages to maintain a fairly serene outlook 
on life* ' ^ 

Work Histary : Trainee had done part-time worjc In the 
kitchen at the residential facility- He had also sold 
soda pop to residents and staff* He worked briefly at 
a restaurant as a dishwasher but was terminated due to 
being too ^low.* - . - 

t , ^ , • 

Training Progress : Initially,' the trainee had to get 
used' to the physical demands of the job, e.g-» mopping 
by means of using his weakened ^'Ight arm as "an assist. 
He made steady progrj^ss and was advanced from training 
to regular probation ^status aft^ three months* He has 
now been a permanent ; stat^ employe for Jten months* ^'He 
may have to remain =^n his present leVel of work because 
the next higher classlf icaticfn could require snow shoveling 
and climbing ladders which would prove difficult if not ' 
dangerous for him. One of his oatstandlpg qualities 

23 , 



beyond his proficiency 88 8 worker i8 hi8 ple888nt 
per8onality which ha8 been commented on by m^y 8tate 
Qmploy^Q * 



Drop-Outs and Termlnat:lon8 (guintnarleg and Cflae Hititory 
gxample8» March -31. 1976) ^\ ^ 

The followi^i^ is a nummary of information on tho8e Nindivid,ual8 
who were hired into Project trainee pa8itions &itd who^ for 
whatever r&a8ont are no longer employed through the program* 



Statue": , Resigned 10 

Tenninated '13 

Totdl Drop-Oute: zT 
(31% Attrition)* 

Average^ time active prior to resignation: 

Averag^e time acfive prior to terminaiton: 

Terminated Trainees (23) 

'Sex 



2.9 monthd. 
5.2 months 



Male: 

female : 

1 



17 

6 



Disability 

Mental Retardation: * 
Emotional Disturbance^: 



Race 

Whit^: ■ 21 

Blsck: 1^ ' 1 

Native Americsn: " 0 



Chicand: - * * T 



17 
6 



Age (at time of hire) 
18-21: 15 I 31^40; 



/ 



22-25(1 . 4 , 41-50; 
26-^30? 3' 



51 & over: 1 



A breakdown in one or more of the six factors njentioned -under Active 
trainees may well cause s drop-out, j 

Drdp-outs fall i*nto tw^^^^egori^s: resignation c^r^ermination, .The 
ten persons wHo resign«N^ve some of the following rea^ns for 
leaving: . ^ . ^ > / 

7 - D^.d not like the work V' ' : r 

- Physically or emotionally not ready i ^ , , 

- Family interference 

24 
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Of tWe thirteetn persons tercnlaAted, some reasons given byMmtnage- 
ment were: " , ' ' ' ' ^ 



, Poor work, low productivity 

- Absenteeism 

- Stealing 



The fbliowlng are case histories' which' sketch the Elements tel\ 
to th^situations of intjividuais v^j'o are no longer employed thrl^ugh 
■Projec) 



C,0,\ 

% 
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.Skill:* 

Jf4, single'male. > . 

P ^ltlon :' "guildlng Maintenance Helper 1, 
Eduction ; ' Elghlh grade',"^' ; 



^ Famllj^ Lived with p^irents and three sisters until he 
^wa^ ei^teen. We have no record of the family relation- 
ships i 

' Dls^blli A : Epilepsy, well controlled. Mild mental 
retar^attOT. His-tory of acting -Qut^ but primarily 
behavior ctmracterized by- negativism^ withdrawal from 
fesponslbll\tyj and hypersensitivity to crltl*^lsm. 

. ■ 

Institutions At^slxteen the trainee resided at a private 
institution' fdjr .the retarded. He was digc'harged after 
three moi;th^^qe Ito' disruptive behavior.^- ' He has been in 
a. resideii94al c\r^ facility since 196U, 

^Work Hist'ory : Tli^re is no known work done \Qjjftslde the 
institution/ ^The ^i:raine§' said he had had some'^^janitorial 
training And haU baen a cashier at the residential 
facility's ca^nteenix 

TriainlnR 'f^rogress : toe trainee participated in some 
preU^iminary janitorial, training for two weeks. He had 
soma minimarl skill at^ome of the easier ba^ic tasks such 
as emptying waste bask^ts^ dustings etc' When he' had to 
Tiiap he began to have difficulty partially' due to physical 
weakness. Each day of the second week, he gretr more 
resistive to directions and assignments, ^inally^ he quit^ 
saying he was Hot interested lia the wOrk, 

• ^ 

In retrc^pect 'it appeared that, the trainee t>ad not had 
•suff4.cient vocational trainXng and general adjustment 
services to enable/ him to accept a responsible job. \ 
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J' > H> : 1^^ single inal^,. 



Poslc^on : '^ulldd,ng t^lalntenance Helper 2, 
Edqcatfen t In tET?^£th grad6> special education.^ * 



^ Dlgg^llty ; "^Ment^ Vetardatlon. ^ T*^^^^^ 

^ ^ ' ' * Fami ly ; Lives with parents and sisters and brot?p^r8* . 



i 
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WQrlj;jHi story v Partr|:lm^ janitorial work far t^s^ yeaifs.^ 

Tralr^ing Progrfesg ; Tralrtee worked for about sli^ <^ys, ^ 
^Supervisor? reported his Initial ijork was satlsfiactpry* V 
^^vertheless, the trainee resigned^ paying his family 
was coT^plalnlng^because of his coming home late (1-^2 a*ni*) 
after his shift and "that the family was awakened* Further 
Inquiry of the high schobil tocher revealed that the' ^\ 
father hjpd been opposed tol the shift . work from the i>egln- 
nipg- The teacher had alffo^ Indicated thati the trainee 
j£ould get.^ls ol^ 5ab back if the Project SkJ^ll job did 
not work o\it* Tt wa^^^t^t/ught , also> th^t the supervisors"^^ 
had not re^lly^ suppqft^d *the traltbeeN.4nr his Initial , ! 
efforts* , Fiftally^, the trainee's youth> dependency on the ^ 
high schcJol ^ teacher > and genetal immaturity caused him to ; 
find It Uiffl^lcult to make the adjustment to the jobj , i: 



J >A, : 2l> «lngle» male^ Mexican-American 

1 ' 



Position: ' Building Maintenance Helper 2, 
' — 

Education : Tenth grade, ^ , - ' 

Famil-y Had lived with mother and seveh brothers and 
sisters; .^Tfiov^d into 'room on employing institution grounds* 

Disability : Mental retardation; cerebral\ palsy, speech 
defect* ' 

j\ ^ . 

Work History : Rehabilitation Facility* variety of jobs* 
^ one year. . * - , * 

Training, Progresg :-. The trainee began securing average 
ratings during the first months* although some- difficulties 
were mentioned about co-worker* relationships* Various 
meetings with supervisors and cp^workers Vere held* however* 
ratings' of thextralnee ^11 from average to fair; even-- 
tually he was terminated- It Is bel'leved that more 
Intensivf and early supervisory and co-worker training maj 
have ameliorated the situation; 
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S.H> : 19, single,, female^ white* , ^ ^ 

Position : Building Maintenance Helper 2. 

— ~^ ' ^ . 

Education : Tenth grade, 

FamLj>y/Jtiou3lnR : LlVted In room ore grounds of Dhfe employing 
Institution. ' \ ' . . ' 

^ ; Disability : Mental refard^^on.. ^ 

Work History : Dietary aide' in nursing home, one ye§r. 

Training Progress : Basic four-^ek training was completed 
successfully* '^en the trainee was assigned to a cottage 
wltH residents she resigned, saying she' did not Ilk? the 
work- / ' ' ' 

F > W> : > 25, married, male, white. % 

Pogltlon : Building Maintenance Helper 2* ^ 

Education : Twelfth grade, ^ ^ ' 

Family : Wife and two clalldren. There were some family 
problems and for awhile .the trainee m^ed to live with 4 
his mother. , ' . 

Disability : Mental ^retardation; kidney transplant — he 
- begart to t^^ave physical problems and his physician recom- 
mended he resign, - ^ 

Work History : Rehabilitation Facility, 2 1/2 years; 
janitorial; four jjears; kitchen helper, four 'month^ 

draining Progress : The tlNttnee did average to excellent 
worK*^ He i^s advanced to Probation^af ter 3 l/2 months* 
Unfortunately^ medical reasons forced tils resignation 
after a total of five months' employment, 

C. A4 Hoc Placements ' ^ ^ 

In addition to permanent job placement-wlthln state service, the 
Project has also assisted in placing appllc^ts In limited term 
employment positions* Some agencies requested assistance In filling 
these positions with Individuals from^the Project applicant pool, 
Although these were not permanent positions, this was an additional 
feasible way for opening the door for handicapped persons. 

To date a* hal'f-tlme ty()lst position (physically handicapped -person) , 
one /Tfexk 2,, and one Typist 2 position ^ have^been filled In the 
abov^descrlbed manner* 
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The Job De>;ieloper ^also worked on filling a Facilities ^pair 
Worker position, and approximately eight summer relief Building 
Maintenance jobs, but these positions were eliminated as a result 
of budget cuts* ^ ' , ' 

The^roject also has a pool of applicants who have been referred 
for job placement, but haven't been placed in any position^ 

p. Current Job Commitments 

As of 4/9/^X6, the following jobs have been committed and are in 
the process bf being filled: , ' 



" Classification 



Number 
3 
1 

2 

1 ^fi^ 

Building Maintenance -Helpe* 2 11 ^ 



Clerk 1 

Clerk 2 . ^ 
Typist 2 " \ 
Machine Operator 2 



• \ 
Total 



18 



\ 
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CHAPTER III 



RESOURCES 



a'. Community Llnkagee 

The major referral agencies, In oi^der of the number x)f referrals, 
are: ^ 

Division of Vocational RTehabilltatlon (about 80%) 

Rehabilitation Facilities (about 35%) 

Special Education Programs (about 5^ 

Mutual cltent9 cause figured to total over 100%* 

A number of applicants have been clients of two ipr all three of 
the above agencies. These relationships may be concurrent or 
sequential , ^ ^ 

The Division of Vocational Rehabilitation (DVR) has been, active 
with an estimated 802 of our a^Jpllcantot* In a faw Instances, 
they have reopened files of former clients In order to provide 
services* 

Assistance from DVR has Included the following: 

Monitoring trainee progress In cities at a considerable 
distance from Madison^ 

Financial assistance for clothes, rent^ transportation' 
Counseling 

Arranging diagnostic services (e«g«, vocational, physical, 
psychiatric) 

Rehabilitation facilities have worked with an estimated 35% of 
fhe applicants* Often, when a referral Is Initiated from a 
facility, the applicant Is also a client of DVR** We attempt to 
clarify what the respective roles of eachagency will be In regard 
to ttie trainee. This has generally worked out satisfactorily so 
that, If the service Is necessary, supervisors usually only have . 
to work with one Counselor; DVR counselor, or facility counselor. 
The Project traUner Is expected to serve a monitoring role to see 
that -services are complete In terms of trainee progress* 

Special^ Education teachers have referred a number of fairly job-- 
ready young applicants* , Usually, tt^e applicant Is also a client 
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of'DVR. Special Educatlo'n teachers may be able to assist with 
counseling^ especially if the applicant ia still in school, 
receiving work credit. Sometimes, however, the student has 
been out of school a few years and other counseling may need 
to be arranged > 

In addition to referral agencies, the Project has maintsined 
"a cloje relstionship with the state Association for Retarded 
Citizens (A*R*C*)- This ^has been an excellent information 
source; the Manpower Director slso participates in the A*R*C*'s 
Vocational Rehabilitation Committee and provides assistance 
with developing priorities and assembling a trklning package 
for local gtoups to assist -^djem in^'defining and utilizing all 
available resources. The relationship has thus far proven 
to be mutually beneficial* 

Civil Sej'vice Procedures, Classifications v 

In ord^r tfor Proje^^kill to proceed more effectively, standard 
hiring protreduTM of the State Bureau o£ Personnel hiave beetr * 
mOrfJlfied* Responsibilities such as preparation of announcement^ 
and Job descriptions heve t/een delegated to the Skill istaff for 
changes to accommodate the needs of thetProJect* Basic qualifi- 
. cations for ProJect_Jpbs are age 18 and Wisconsin residency^ 
Additional qualifications sre added where necessary » according to 
the specific, classification* . ^ 

t 

Project Skill positions axe filled through closed recruitment 
system in whicB only applicants Certified a« retarded or restored 
emotionally disturbed 'are eligible. An example of the certifica- 
tion can be seen in Appendix A* The Job description, a very 
useful document, is a modified version of the position description 
(a standard personnel document which reflects breakdown in percent 
■of tasks to be perfotmed"^ whigfTaids both S^CTll staff and refferral 
sources In the selection /t)roces^* The Job description's primary 
purpose is to provide aj<^etailed guide to the nature of the Job* 

Registers * . ? 

In the second year. Project Skill began the practice of estab- * 
lishing job registers -from the^jresults of oral examinations -in, 
brdet to. reduce the time required to fill a Job, eliminate 
_j:epetition of efforts of both 'staff and ^ippllcantj and enhance 
th|; applicant ' s chances for employment * While registers are 
common procedure in the State Bureau of Personnel, Project Skill 
u^ed them only haltingly at firsts because the procedure-was 
hot familiar. Nor was it well understood how the regl'ater could 
be constructed to h^est fit the needs of the Project; Initial 
attempts have defined how to set up"a register and tailor it tor 
the Project; a register is now established for every oral 
examina t ion given 
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Job registers'^ have a life-time ^of six months, renewable for another 
Sl>hs. The mdst'useable register for Praject' purposes has 
es^ thrfe^ characteristics: * \ ^- ^ 



It Is "area-wide," l,e,, valid 'for any Department within • 
a geographical area defined by tKe Bureau of Personnel 

'it is "classlflcatlon--wlde," I.e., valid. for ^ny specific 
posltloti within a general clajPslf Icatlon*^* 

(i) It Is "periodic,** l,e*, new names may be added tb the 
register during Its llfe-tlme - • . 

I 

Regltiters governing clerical positions will have the abov^-llsted 
characteristics; registers governing labor y^nd service classl^l^ - 
cations sucfh as Building Maintenance Helper and Laborer are subject 
to limitation^ such as "Department --wide" rather than area-^wlde 
and "this position only" Instead of tlasslflcatlon-wlde, (Here, 
joint regHBters can be established, wher^one examination produces 
a register that Is valid for two department^-) The difference 
lies In authority to hlre<\ In the case of clerical classifications 
the Bureau of Personnel holds authority for the whole state. In 
the case of labor and service classifications, authority Is dele- 
gated to Individual departments or agencies* 

Procedure for filling any position governed, by a rjeglster then 
entails only certification of eligible named from the register 
and scheduling of these people for a job lTlterv;Lew, a considerably 
less complex proc^^ss; The tlme-tonsumlng steps of job announcement 
recruitment, screening, and oral examination are thus Eliminated, 

The^ basis for .establishing a register Involves another civil 
'service procedure: .vtrltlng of 'the job announcement • Involved 
here Is the wording of one section on the announcement which 
describes the type of register to be established, e,g, , area" 
wide or one'* department only, classlf Icatlon-wlde^r this position 
'only, perlddlc , etc. It Is a standard and relat^fely simple 
procedure^ but care must be given to correct wording "and details, 
as this section constitutes the legal authority for waiver of 
the examination process. and strictly defines use of the register. 

Examinations ; 

In regard to 'oral examinations and job Interviews, procedures ■ 
follow essentially the patterns laid clown during Project Skill's 
first year of operation. The notable exception, however. Is the 
Introduction of abbreviated versions of the standardized Wi^ltten 
and performance tests for clerical positions as an aid In con- ^ ^ 
structlng solid job registers; this has been discussed In Chapter 
IB, . 
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Reclassifications : 

In one work setting it was discovered that some of the Laborer 
trainees were not measuring up to ^he expected standacHp of 
versatility and/or productivity after^ th*e six'"month training 
period. Because the trainees showed proficiency at a 'levgl 
somewhat below the standards ^ yet ot a useful ^ productive nature, 
an extension of graining tljne was granted while the Personnel 
Board was approached about establishing a new clasaif Ication. 
. The .request was granted and three persons qualified for the new 
classification: Property Worker* 

, This Property Worker levels and classes such as Clerk 1> Typist 
1% and Building' Kalrrtenance Helper 1 afford an entry level for 
'-^ many applicants who might' find the demands and adjustments of 
[ ^ higher level job too much, at least Initially, The Laborer 
' classif icatrion^ however » is at ^ higher level* Thus, by creation 
of the .entry level Property Worker classlf icatioh^ the opportunity 
^or Garner development is provided for thpse who cannot meet the 
standard's for the Laborer position* 

C* FilmoRraph 

With the advent of the filraograph In August, 1975, whole new ^ 
vistas and possibilities for ■ information sharing were opened 
up; Although the -f ilmograph (slides superimposed oti fllift with 
■ narraJij^n) is only fifteen minutes' long, it artfulJby compresaes 
-basic Information on the Project; structure, goals, interrela- 
^ tionships, implications* This material, combined with visuals 
^/ of trainees at their worksites and in other living situations, 
as well as a statement of support by the Governor, provides 
the best possible vehicle for orienting individuals to Project 
Skill, 



The fllmograph has more than proven Its" value. \ It has been used 
in presentations to professional groups (such as Rehabilitation 
Facilities and- the Midwest Intergovernmental Personnel Conference) 
and will be shown in conjunction with staff presentations to 
difrarent conferences in the spring of 1976 ^Association of 
Retarded Citl^ens, Division of Vocational Rehabilitation)* la- 
the &:ea of job development', the film has Keen shown extensively 
to ffi^fe^i^^^^ administrators, supervisors and other nianagera* It 
has^TOjO useful as a tool to stimulate interest and Increased 
wilM^gness tb participate In the Project. 

Th^ staff of the extension component has utjillzed the fllmograph 
extensively to orient Area Manpower BoardSj^ Developmental Dls- ^ 
abilities personnel and potential employer^ to the Civil Service 
Project, The staff then builds from this i|nderstandlng to 
explain the variations involved in 4ijie extension' to city and 
county government positions* ! 
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Since the Project now possesses six copies of the filn>->, three 
copies have been utilized to mall thi^ughout t^ie country in 
^response ' to request^ * Thus f ar » the f ilmograph has traveled to r 

Rock Island , rilinois ^ - 

Winf leld , Kansas ^ , " ' 

Modesto J Cal if ornla - ^ 

/ Crooks ton » Minnesota 

Hauppage, New Yot'k 

Portland J Oregon . ^ * 

Mlnneapol Is-St ^ Paul, Minn^sbta ^ ^ 

Cblorado Springs," Colorado . \ 

San^ Jose, California 

. t ^ y ■ ■ 

Feedback is requested frotn^vlewers regarding their response^^ 
concerns. Appendices^ B and C are the form letters, which are 
sent* " B precedes the film and C accompanies It* 

Thus" it. can be seen that th^re have been myriad uses for this 
tool; It 'hafe been an invaluably aid in disseminating information 
as well as in stimulating discussion ^nd. questions* 

D. Advisory Board - ' . ■ 

Boa^rd has continued to. meet during the sec9nd year and has 
continued to provide the questions, support and advice so^essential 
Co the functioning of the Project* Representation has remained 
^relatively stable and no new recent additions have been made. 
The mostnotable change from Che.^irst year is that „ as systems 
become established within Vhe Project, th^^need:for frequent 
Advisory Board meeti^ptg^ diminished* Thus^ instead of the monthly 
TH^etlngs which c^^^Ccterized the £irsfc\year, meetings are now 
held approxima^^y ev^r^ two m&nths* 
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CHAPTER IV 
COST BENEFIT ANALYSIS 



A^ Statement of Problem ^ 

Considerable attentlon-^d crltlclsm'has been focused on Manpower 
programs and their effectiveness- Program adminls tratar;s , parti- 
cipants, federal and state administrators and the general public ■ 
are now becoming Increasingly concerned with the results (or lack 
thereof) of Manpower programs. This concern *tias led to the greater 
application of techniques such as cost benefit analysis and the use 
of these technlques^So aid decision makers- The purpose of this ^ 
study was to ascertain whether or not Project Skill Is a cost or 
benefit to the government- If Itp Is a post - how great a cost? If , 
jjlt Is a benefit - how great a benefit? ^ 

Project Skill Is a program to test the feasibility of clVll service 
employment fiDr-persons who are mild mentally retarded or restored 
♦.ematlonally disturbed- It has already been proven -time apd time 
again that the population specified^ when hired and trained are 
, capable, dependable) loyal, hard-working and prompt- We are pre- 
paring, qow to discuss the Issue In terms of hard facta - 

p; Definition of ^ftms ■ ' , - ^ 

The tetros' used in this study are generally standard cost-benefit 
an^lysl^ ^terminology- An early decision by the research^ ataff 
ruled out the social costs and benefits component analysis- The 
basis for the decision was the seeking of hard cost data versus 
,soft data based on long term projections- / * 

While social^ cost and benefljts are as much a part of real cost* ^ 
and benefits there are no rfadlly recognizable criteria for ^ 
judging their magnitude- 

The terms used ^fdr this study are defined In the order of 'appearance 
on the work sheet- -(Figure 1 - Appendix D) 

la< Project cost (government) ' per participant \ - ^ 

This is the program cost per participant- Ail real cost 
musL'be divided by the number of participants for an 
, aver^6 program cost- In this particular analysis the 

'^number of participants from April 14, 1974 through September 
30, 197^. was divided by the program dollars expended f or * 
the same period of time- '$160,777 divided byU7 equals 
$2820 - average cost per participant- ^ 
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lb. Government cost* Is any money paid to d participant through 

a fideiraily funded or state funded, organization. The standard 
federal tax deductiod/was us^d for persons who were living - 
. at home, SSI recipients are allbwed to Work for nine jnotiths 
J at gainful employment and therefore the cost benefit does.. ^ 
' ^ t not reflect the full return that would be realized on a 

-^ong teVpi projectionvor even a", two-year projection. The 
money rmeived by the participants is palculated for one year 
pirlor to' the date they begatl* employment with the Project Skill. 
^ l5rogram,^and is ^the teflgction of cost to the government, 

2^,. Client wage and sales tax calculation 

2b> Client Benefits ./^ -\ 

^ p ^The participant's gross wage minus the government tax benefits 
are his/her benefits, , . ' 

The toS^ income, in the case of this particular analysis is ■ 
' ^ Che gross wage over the first year 'of* employment, * All 

persons terminated prior to probation status (six months 
' * . ^ .or less) were included in the cost benefit analysis because 

j { the cost had^ to be paid for those intftviduals, ^ * 

I . ' 2c* The government benefits are calculated t^y using tax forijtfe 

; * from the fiscal office, and t^e federal and state taxes are 
taken from the particjipant ' s'^wge each payday, 

■ The sales tax was determined by using the fohnala; 1/3 -o€ 

• participant net wage X 4%, TheAsales tax was^ computed on 

. ^ * 1/3 of individual' s .net income or J,, 13% of the individual* 

^ * gross income,'. The federal gov^nm^nt uses 1.30% of gross 

income to compute the sales tax per individual, The"l,13% 
w<iyrks out to be a lower figure than the federal government 

* actually chargea; which m6ar\s the more conaervative figure 
use;d In which to base our art^ysis, \ 

o 3a^ ^ The co^ benefit is number 2a subtracted from number la +.ib'* 

' ' (if any) , 

3b, The cost effect ratio is the\t^tal government benefit divided 
by^ the program cost,. j ^ *' ^ 

The second step in the cost benefit analysis i^s to put. down all 
the figures for each individual on a work sheet, (Figure 2 ^ ^ 
Appendix D) Add all columna for totals and use the' subtotals 
^ * 'of the columns to coiripute the cost benefit for the ^program in the 

same manner as the individual computations were obtained'. 

The cost benefit is thfi total program cost minus the total govern- 
ment benefits, ^ 

, The cost effect is the .total government benefits^ divid'ed by the 
program cost* r, , . , ' 

■ ' , ; ■ . 
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C. Method of Analysis . ^ * 

The cost benefit i?atiT) prbach was used fpi^ this anslyslis* It 
was felt &hat this sppro^cb was the , most appropriate for several * 
reasons. First *df all it provided 'i"hsrdest" data on the value 
of benefits generated by each dollar of cost* It compares the 
dollar cost of athe program to the rletutn to the government v^^a 
taxes and reduced public assistance! The approach deaXs with 
the short-run and does not attempt co project benefits and/or 
cost far Into' the future. This doea, of course, reduce the scope 
of the analysis but that is felt to pe more than offseJt'by the 
increased clarity of the effectiveness "picture/' Second, the 
ratio approach does not rec^uire a^^ilgh degree of statistical 
sophistication on the part of the, program staff* i 

? 

It involves direct cash type cost and benefits without getting 
into the problems inherent In attempting to define and measure 
opportunity cost or social benefit, i \ 

Summary : ^ { 

The findings for the cost benefit analysis are prellmlnsry* They 
are for the period April 14, 1974 through September 30, 1975/ 
There were 57 participants. 

The Project Skill partipipant rate of return is ^,89 for every 
dollar the government expended through tne specified time period, 

The participants whj are SSI recipients were only* decreased 
money for the last three months of the twelve month employment 
geri^d* The aost benefit analysis at the lend of the testing 
phase of the program will reflect that benefit to the government 
and raise the cost benefit effect and effectiveness ratio to a 
much higher rate of return* 

Recommendations : " " 

Preliminary cost benefit information coupleA with the rate of 
r^tention^ for trainees a?id expressed supervisor satisfaction 
would indicate that the Project model Is viable and worthy of 
continuation* For this reason, efforts are presently In process 
to assure tha;^ Project Skill Is an ongoing. operation of the 
state civil service system and to expaiul the Project to balance- 
of-^state (outside CETA prime sponsor areas) city and county 
government. More long range plans Involve disseminating the 
model nationwide add providing technical assistance to those 
states and agencies seeking to Implement* similar projects • - 
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CHAPTER V 



-PROBLEMS AND LESSONS 



A. Communication and Role Definition 

A 

Personnel Agencies and Procedures : 

' One major recurrent problem In trhls area Is adjustment to the 
distribution of responsibilities, e.g*, agreement!, between Project 
Skill employing agencies as to who assumes what, In terms of 
responsibilities for personnel procedures. ^ 

^Specific problem areas where responsibilities rayst be defined are:^ 

(1) Who writes the- anjouncement and how trie announcement should 
be structured -to accommodate the needs of Skill 

(^) Who administer? the exams arid What kind of qualities should - 
be assessed, other than knowledge of the job ^o be performed, 
g, , appllca'nts * psychological readiness ^ 

(3) The mechanics of the reimbursement voucher, when'^applicable 

(A^ the need for a Project staff member to be present at the 
final Interview for the "purpose of Input and pfi^tting the' 
applicant at, ease; this has raised some hesitancy frofn 
employing agencies from time to time 



Referral Agencies i 



In dealing with referral sources in the process of screening 'and 
Intake, some lessons have been learned, 

: ■ V ^ ' 

At the Inception of the Project (this or any project), there must 
be an initial understan41ng on the part of the referring agencies 
as to the nature and functioning o5 the Project* It nuist be 
portrayed in a clear and thorough manner, because any. mlsunder-* 
standing or misrepresentation will follow the Project and plague 
its functioning in this case, resulting in Inappf oprlTate referrals 
Subsequent explanation and clarification have helped to resolve 
the problem, but the first, incorrect impresslan has proven;to 
Be dismayingly tenacious* , , ' ^ - 

Explanation and clarification have also been required* in coping 
with misunderstanding which can stem from wh^t referring agencies 
would like th$ Project to be (as o^jposed t>o. what it, in fact, . is), 
resulting, again^ in inappropriate referrals* This wishful 
tliinklng, as it were, is bound to o&cur/ necessitating repeated 
def))nltlons of the Project functlonsS goal,s and alms* 
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Much of the work of screening and totake Involves papera: . forma^ 
reporta, documentation* Theae conatltute the baala for judgments 
regarding job placemfenta* Lack of the InforPnatlon obvloualy ^ 
cauaea problema In thQ'ablllty to make good judgmenta (or take 
risks) and Intake staff ahould Inai^at to the^ extent practicable 
that all required formo and Info^rmatlon be sent to the Project 
before or at the time of referral* Thla- helps to eliminate 
Inai^proprlate referrals at the ver]^ beginning; It alao helpa to 
spot refe'rrala for whom necesaary qualifying docymentatlon ^la not 
available and/or may not be ellgi^ble for the Project, ,Furt|ier, 
Intake ataff ahould Inalst thai these forms srfd information be 
received before the applicant^ Is admitted to an'oral examination - 
and/or job Interview* This practice alda In eliminating gaps 
In the knowj^edge^j vital for satisfactory job placement before an 
applicant is actually 'considered foi^ a specific poaltlon* 

The. primary reapojialblHty fo^ obtaining anc} forwarding^ the 
requeated forms and .Information Ilea w^th the referral aource, 
Thla rfeapon«lblllty should be Impreased up^n that aource* The 
Intake ataff may be able to receive the Information^^ Immediately 
or may have to request It via releaae of Information^ etatementa 
or may feven need to go to other ao^rcea^ but the referral aource 
carries the primary reaponalbllty for making aure that that 
Information does exist and la reasonably available to tTie project* 

A screening Interview should also be mandatory before consider- - 
atloa^f. an applicant for a specific posltlqn*> The Interview 
'glvea subatance, to the "paper-people" the Intake ataf t worfca 
with and can provide many cues to qualities, auch a^'s aoclal 
skills, stress tolerance, verbal ability, cooperatlveness , apd 
aasorted Idlosypcracies'that are not reflected In the Information 
found on paper* It Is the time and place to spot, when poaalble^ 
-potential problem areas* The screening Int^vlew is an excellent 
tool and should always be mandatory, even- In the case of last- 
minute referrals* ' ^ 

Another useful tool Is requesting ^rom the^referral &04irce-a 
written recommendation* Thia praojtice c^ad (1) bolster the 
credentials of a good, but not well-qualified {job-*wlae) applicant 
(2) clarify areaa of concern to potential employers, aijd (3) , 
eliminate hasty, ill-considered re'ferrala* 

Another problem ^or which , there is no ready solution .Is that of* 
old and possibly outdated qualifying documentation* Intake staff 
should requesJE fliore recent Information, but In aome casea older* 
information may have to suffice* In caaea where Information Is 
judged to be t6o old. It Is the referral aource's reaponslblllty 
to make arrangements for new documentation* 

In derallng with theae problema as they arise in the Information- 
gathering procesa. It Is Important to eatabl^lsh and maintain good 
relations with the referral sources* Whatever the caiise of the 
problem. It cannot be resolved ^without their cooperation* Intake 
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staff should, keep In frequent contact with the referral sources 
and sh(5uld supply as often aa possible feedback on an applicant's 
performance, so thaj^ Information flows In both directions- 
Referral- sourc*es shoul(M3e'apprlsed of any decisions regarding 
their applicants and tnose decisions should be made In conjunction 
with the sources whenever possible- 

Employers and Worksites : * 

Administrative Support; At the onset of the program - there was \ 
not enough follow-through on the -part of top management la com- ^ 
mltt^n^themsel^ves ,to fhe program. This non-committal posture 
resulted In. all staff sfiendlng unnecessary man hours in job 
development t orientation , and traikil'ng about the programi acquiring 
job commltirt^ntd , and achieving actual ptogram purpose. ^It was 
suggested that there be ^cre strong, clear directive from the top 
levels of administrators down through the rankac This directive 
would describe each Articular program and vofce expectation' that 
each division would pattlclpate^ thus freeing staff from rthe 
monumental task of job development. To date, the staff still 
uorklng to Implement ^^hls goalc (See Appendix E) 

Supervisors 1 Supervisors are often unaware of the need for 
'sensitivity with regard to itew employes,^ In some cases^ there 
exist precoacelved Ideas with relation io mental ret;ardatlon 
or mental Illness. Supervlaors are also not always aware of 
training methods to facilitate new employee* learning. There 
should ^e a training pattern and a sensitivity session built in* 
Supervisory trainings as performed by the Trainer Assistant*, 



/has d^ved to stimulate discussion of th^se Issued and provide 
'Some resources ±ti* terms of training . techniques when needed. 

B. Placements , * 



pQsltlon Commitments: As the Project approaches the end of the 
second year, efforts to obtain position commitments grow^ less 
dlffitlcult due to o^r record. (Of course^ the loss of federal 
subsidy t discussed In Chapter lAt .has tended to make state agencies' 
cautious from a fiscal etaaidpolnt . ) During the fjfst yedr and a 
half the ihajority of poslt^lons committed were entry levels and - 
came from agencies whose Interests were with the mentally dlsad- 
vantaged» I.e.; Health and Social Services as well as the Department 
df Administration. As a result of success with trainees , attention 
was given to the additional' capabilities of Project Skill. Entry 
lev^l jobs iji the labor and service classifications have charac^ 
terlzed most Project Skill pjLacements. Nevertheless » since the - 
summer of 1975 a gradual Increase has occurred In the proportion 
of office jobs» e.g. J clerks and typists. 

Matching Trainees to Jobs: Many employing agencies are carious 
as to whether the Project Skill trainee Is capable of performing 
kt the objective level o^ proficiency. The laical objective 
level Is the' regular state probationary perlo&>/^ermanent civil ^ 



servlice status is achieved following successful completion of 
the six-month Probationary, period, Prp^ect Skill trainees are 
expected to achieve at least the minimally acceptable performanoe 
of any^ new "regular*' probationary employe by the end of the training 
period- This training period is usually for six Tuonths - it can 
be extended - but t experience to Jate indicates an^ average training, 
time of 3.5 months/ 

Job restructuring has occasionally been us6d to enable a trainee 
to achieve proficiency* 'An effective tool in aiding proper 
selection, . is job analysis*- l^he job 'analysis , is done to tailor 
the person fer the job* The job analysis consider^ the^task, 
number' of people the applicant must interact with,* physical 
setting, xTork lo^ds, demands, and when possible, personality of' 
the supervisor- The trainee is then selected on his/her ability 
to flt^withln the job setting with the least ai^punt of problems - 

In trying to effect -successful job placement, the Project has 
learned t^at consideration need be given to varicAis factors tn ^ 
the applicsnt^s work background, to the specific disability 
involved, to factors in the personal background, and to the ^ ^ 
applicant's abllitjr to function in an oral ex^m/j<^ interTjiew 
situationc - " * i ' 

In regarding the applicant's work background, wrkehop reports, 
counselor's recommendation, supervisor recommendation and any 
othet indicati^rs of work behavior^ and job-readiness are \carefully 
scrutinized. Specific job training and experience and past job 
^stability are also considered, but to a lesser extent- ^nce this 
Is an on'^the-job training situation, an applicant should not be 
penalized for la^k of e^^perience; mor^ Important for our purposes 
are job*read*inesB and p^btjential to learn the jqb* ^ 

If the specific disa^llty "Involved is embtionai- in nature, t«en 
some indication of emotional stability is Sought and may be 
reflected in a counselor's or therapiat^'s recommendation, in 
pr(^ress Veports , and in the applicant's attitude toward him/her- 
self. In considering an. applicant whose disability is giild 
retardation, it is nec^s^aryyto look at preaent and potential' 
capabilities' and level df functioning with regard to job*content 
and situation; this can he^ reflected in ^special education/work- 
study program reports, and a counselor's recommend a tiofTc ^ 

There are a number 'of other factors in an'^pplicant's background 
wKich demand consideration in the process of careful and , successful 
job placement* These are; interrelationships, inte^rdependencies 
and attitudes of other .family members (parents, siblings, spouse, . 
^ependisrits) independent living skills, ability to structure %pare 
time,' and^ actu^ living' situation; satisfactory transportation and 

feasibility of relocation; involvement with the law; 'physical- ^ 

condition, physical limitations and disabiliti^, effects of, 
medication; personal, interests and ^preferences as to job content,, 
situation, sljift an co-j^j^orkers**^ Not all this information will be 

' 40 • ' 

- . ' -34- ^ - . 



available in all^jcasea, nor should the applicant's privacy be 
violated^ judgmeiiit and discretion are very much in orde^« However 
a reading shquld be taken an any or all "Qf these factdrs as' the 
individual situation warrants, because all are potential problem 

areas which could lead to termination from a job« 

if 

The fi'hal*aVjea meriting attention (indeed* there may be others) 
the applicant's ability to function within an^ oral 'examination/ 
interview aituation* In the case of" Project^ Sl^ll , the final 

.hiring ^e<jlac±on still lies with agency personnel representative^ 
^nd Supervisor^ - although a job can b^e* reserved for th^ Project 
only,' the applicant must still be able to compete with others in 
the'ProJect and still be convincing to'fhe prospective' employer* 
In e££ect^ the^ applicant must "^till "sell" hlm/herself and in. so 
doJiSg sells t^e Prpject also*- The screening interview and oral 
e^^min^tioQ (administered bjr the Project staff) act a^ prepara^tfion 
dress-'n&hearsals, for the final job interview* They probe an 
applicanjt^s level of ' understanding and judgment, verbal . ability , - 
ability to relate, physical appearance, appropriatSaiess of -job 
application and auch attitudes as cooperativeness,i interest, 

^ sinceri?ty, \ . 



CHAPTER VI 



EXTENSIOH ^0 CITIES AND COUNTIES 



On December 15 p 1975 » the St'jite Manpower Council approved a six- 
month preliminary effort to teat the feasibility of extending 
Project Skill to balance-of-s'tkte city and odunty gdvernment jobs, 
'Appendix F ia a copy of the original, proppaal* The extension 
Project began Janutey 1, 1976 and will end Jutie 30," 1976* If 
aufficient willin^^s to participate in this endeavor is defined, 
a proposal will be submitted to the Stkte Jianpower Co\incil to *do 
a one-year implementation Project, j 

After three months experience, the staff has received endorsements 
from; the Association for Retarded Citizens, Division of Vocational 
Rehabilitation (Appendices G and H) and various Area Manpower Boards* 

Some commitments have allready been obtained f^om cpntractors« A \ 
'conmitment means that the contractor is willitig io designate certain 
Public Service, Employment, positions in county and city" government, 

(funSed through CETA) specifically for filling through Project Skill* 

At thds halfway point in the groendwc^k-laying process, it appears 
that there exists^suf f icient support and commitment by various 
community agencies and employers to justify the drafting of a full 
year implementation grant to the State Manpower Council* This 
decision,, however, will not be ihade until the extension component 
has" at least another monfch*s time to secure potential* commitments. 



f 
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CHAPTER VII 



MODEL DISSEMINATION 



the Initial Project Skill results, coupled with tha almost- 
o^verwhelming Interest nationwide (and even In other countries) 
stimulated questions regarding the feaslblllt^^of developing 
kdaptatlons of the model for Implementation In other areas* 

To provide some concept of the response, Initial Inquiries (and 
of ten follow**up correspondence) have come to the Project In the 
following volume; 



Alabama (2) 
Arizona (2) 
California (8) 
Colorado^ (4) 
Connecticut (1) 
Flonlda CD 
Illinois (6) 
IC(wa (3) 
Kansas (1) 
Kentucky (1) 
Maine (2> 
Massachusetts (4) 
Mlbhlgan (3) 



Minnesota (3) 
Montana (1) - 
New Hampshire (1) 
New Jersey (5) 
New Mexico (1) 
New York (10) 
Nevada (1) 
Ohio (3) 
Oklahoma (1) 
Oregon (2) ^ 
Pennsylvania (A) 
Virginia (3') 
Washington (1) 



In addition^ requests for Inforraatlpn on the Project^ have been 
received from Canada, Spain and Australia*; Two hundred copies 
of the First Year Report w^re requested by the Illinois Governor's 
Committee on Employment of the Handicapped; they were sent* 

The ,lnt^|^lty of Interest as well as the Volume seemed to Indicate 
that some effort to determine the^ feasibility of Project Skill's 
repllcat l<5i> In other/states shoifld be made* For that reason a 
grant was written and- approved which would provide for a conference 
for key administrators In Region V (Illinois, Indiana, Michigan, 
Minnesota and Ohio) to expose them to the model and obtain feedback 
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about the reasonableness of its replication in their states* If 
the .i(if ormatio^/jLs sufficiently positive, a request will be made 
to provide for actual implementation in the states desiring to 
participate* 

The move tow^d replication outside Wisconsin is indeed an 
Important step* It will provide a needed and exucial test of 
the viability and adaptability of the structure which has tK>rked 
effectively in Wisconsin* The staff, as t^ell ad oth^ state 
administrators are eager to^^arn what new information the 
attempted replication will bring* 



^ 1 
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EWTRY ENROLLEE CERTIFICATION FORM 



Appendix A 



Name of Applicant 



Last 



Address 



fStreet Number 



First 



Middle 



Street 



City 



State 



Zip Code 



This document certifies that the above-named applic^nt^ has a disability 
diagnosed as either mental retardation or emotional disturbance. The ^ 
diagnosis for this particular applicant is i 



Certi'fiec] by: 



ERLC 



Signature 


DatG 




Type Certifying Person's Name 


Title , ^ 


Certifying Agency 






Address 


Telephone 
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Patrick J. Lucey 
Go^rnor ' 



Appendix B 



ite of Wisconsin \ DEPARTMENT OF ADMINISTRATION 



Anthony Bart 
Secretary 

James B. Wood 
Deputy Secretary 



I WEST Wlt-SON STREET 

maoison. Wisconsin $3to2 



Regarding your letter requesting the ^oject Skill film dated 

, we greatly appreciate your Interest and concern 

and hope the film serves in your best Intefe'^t/ 

Because of the limited number of filmd on hand ^ut policy Is 
the loan of the film for one week, A^ong with the film we are 
enclosing return labels for your^convenlence. Any qu^tlons can 
\ be directed to Lol§ McKnlght, Room 270 - I W, Wilson S\. 

Thank you again for ycmr Interest, 



S incerely , 



LOIS MpKNIGHT, TRAINER/ASSISTANT 



0 



PRO)!;CT SKILL 

STATE BUREAU OF HUMAN RESOURCtlS SERVICER 



\ 



\ 



lM:kt 
Enclosure 
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1 

Slate of Wisconsin \ OEPARTMENT Of ADMINISTRATION 

, \ . ' 4 * ■ - Anthony S. Esrt 

Secretary 

Patrick / Lucey ' , James 8. Wood 

^ Governor " * Deputy Secretary 




I WEST WILSON STREET 
MAOlSON. WISCONSIN S3702 



Dear Borrower; 

V 1 need to know a. few things about the film you are going to 

borrow from Project Skill. 

1, The name of the gr6up or organization viewing 
the film. 



2. Their comments. (pro and cion) 

*Any questions* * ^ 

As you know Proj^ect Skill Is In the trial stages of Implementation. 

Therefore* the above three statements of request are of vital impor- 
tance to me. Thank you for your cooperation. ' ^ 

Sincerely, ; '^"^^ 



\ 



LOIS MCKNIGHT, Asst. trainer 
Project Skill 

State Bureau of Human Resource Services 
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Appendix D 
Figure 1 



,Clieat No. 
Start Date 



Prob. Date 



Term. 



Perm. 



la. Program cost 



lb. GQvernmeat cost 
(if uaemployed) 



V 



Total 



2a. Client wage (if empiioyed) gross 

gros9 wage 3(x *04) = a^les tax 



trng. 
prob* 
perm. 
Total 



2b: Client benefit = 2a - 2c = 2b - $_ 

2c. Government benefit (If employed) 
TR PR PE 

P 



Taxes 



ST 
FED 
SALES 
Total 



3a, Cost -effect - prog, cost miaus Gov. Beae. 



3b. Effectiveness ratio; fiegef it 

Cost 



ID Number 



la 



lb 



Progrsoi Cost 



Government 

Cost 
flf unefliploved^ 



i4ii 

Benefits 
flf employed^ 



2b^ 



3a 



3b 



Government - Cos t 

Benefits Effectiveness 
(If unemployed) 



Effectiveness 
Ratio 



\ 



01 



p- 
a 



Appendix D Figure 2 



page Z 



O 



00 ^ ON Ui Ui 



I-" H* O 

i_* o 



o p 

00 



ON 



o 



o 



o 



o 







hj 


hj 


hj 


hj 


hj 


hj 


hj 


hj 


hj 


hj 


K) 


hj 


hj 




00 


00 


00^ 


00 


oo' 


00 


00 


00 


00 i 


00 


00 


00 


00 


00 


00 


00 
































hj 


o 


O 


O 


O 


O 


O 


O 


O 


O 


O 


O 


O 


O 


O 


O 


O 



00 















00 


00 


00 








O 


O 


^ O 



I I 
o o 



00 



I 

O 



hj 00 
00 hj 
O Ui f 



1 

o 



00 



O 



00 



I 

o 



I 

o 



I 

o 
I 



I 

o 
I 



I 

"o 
I 



00 



r 



\ I 

00 o o . 









V/1 


ON 




















4 


4 


4 


» 4 




4 


o 


o 








H* 






o 


LJ 


00 






00 




--J 


--J 


O 


o 






00 


00 


--J 


o 


ON 








ON 



4 

LJ 

ON 



\ 
\ 

ON ^ Ui 



LJ 
LJ 



ON 

00 



00 



00 ^ 
00 



00 



LJ 
LJ 



^ LJ 

ON hJ 



00 

ON 



00 o o 
00 



/coo 

CL M M 



LJ 

H* H* 



o 

LJ 



00 



LJ H* 

hj ON ' I-" 





hj 




H* 




K) 




H* 


H- 
















H* 




hj 


u> 










O 




ON 










00 


00 










00 








LJ 




Ui 




LJ 










O 


o 








00 


O 


hj 


ON 






LJ 


H* 




Ui 




ON 


ON 


ON 








ON 




OCX 





00 



LJ 



LJ 

ON. 



ON 



LJ 



LJ 



LJ 

ON 



LJ O 



I 

O 
I 



I. 

O 
I 



ERLC 



50 



6 



JO 

o 

CI 



9 



o 
o 

CO 
H 



(T CO 



■i 



H 

CO 



U G ^ 

^ H CO 
H 



Pa 



CO 
CO 



> 



o 



CO 
CO 



Appendix D Figure 2 



page 3 



o 



00 



Lk> u» ro 



M 








M 


M 






























<* 
























00 


00 


00 




00 


00 


00 


00 


00 


00 


00 


00 


00 


00 


00 


M 
O 


M 


M 


M 






M 


M 


M 




M 


M 


M 


M 


M 


M 


O 


O 


O , 


:,0 


o 


O 


O 


O 


\° 


O 


O 


O 


O 


O 


O 



o 





















OOl 


00 


00 




M 




O 


O 


Q'. 



9 



<4 
O 



o 
I 



UJ 'O 



00 



o 



















■ UJ 


I 
















<* 


o 


o 


o 


o 


o 


00 












o 


1 






1 




o 



o 
I 



o 
\ 



o 




x> t 




















M 










o 




M 


O 










M 


M 


















4> 


J> 




o 




M 










O 



00 



00 











M 












O 




1-1 








<* 




V 














<* 


O 




M 






M 








O 


o 




O 


M 


M 


M 


M 


M ^ 


00 








M 






M 






00 




° V 


M 


o 


o 










O 



o 



00 



M 


M 


i 




M 












4 


M 


<* 
























□ 00 






00 






M 


M 


O 




M 1 


00 


o 


:^ 


00 


o 


o 




















M 




o 




o 


o 















M 
















O 






00 




00 














o 


00 


1^, 




O W 



o 

00 



O 



o 



ERIC 



ON 

f 



ON 



l-'t 



ON 



<3P 



51 



m 



o 

H 



o 
o 

H 



O 
O 
< 

m 



H 



m o 
m M 

H H 



O 
O 
cd < 

H a; 



m 

o o 
tn 



m 

171 
M < 

m 

■ t/i 



COST ^BENTFIT REVISION 



ID KUMBER 



PROGRAM G03T 



<;OVERN'MEXT 
COST 



• CLIENT 
BENEFITS 



GOVER^V^'lENT 
BENEFITS 



COST 
EFFECTIVENESS 



EFFECTIVENESS 
RATIO 





141 


$2,820 


$648 


$6,273 




151,710 


' $1,110 


$ .61 
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- 0 - 
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TOTALS 


$160,740 


$74,471 


$239,260 
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$143,400 ■ ^ ' 


$33.93 
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Appendix 'E 



PROBLEM 



* The'ife Is a problem In lack of communication in Manpower programs 

to^' persons in the field wha rauSt implement Manpower programs, 
' We can attribute this to a lack of information regarding Manpower 
p]:ograms and consequent absence of support at the highest levels - 
^^Ithlrf each department* This^ji^aults in a lack of directives 
' from departmental administrators to local office personnel regarding 
the benefits and importance of participation in Manpower programs, 
a result Project staf^'are working from the ground up in their 
forts to garner support for and commitment of positions to partl- 



As 
ef 

tular projects 



SOLUTION 



There should be a policy statement written for all state agencies 
regarding their participation in and implementation of Manpower 
programs. A follow-up report from all department and, division, 
should be returned to and reviewed by Federal Manpower Programs 
Section* 

One strong clear directive from, the top level down through the 
ranks that descifibes each particular program and voices expectation 
that each division will participate would free Project staff from 
a significant portiog^of the 'task of job development th^t now 
confronts—them and would allow them to devote this time and energy 
to other Ptoject goals such as successful placement, / , 
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PtiRPOSE 



The purpose^& this proposal is ip cittcnd the Implf^mentntion of Project SkllT 
from the. State Civil Service System to municipaJ and county^unlts of govern- 
ment. Although iL ts too efirly to evaluate coRt-b^jjeflt data for Proj ect 
Skilly .ptelfminary findings^ an^^ogrnm develoijment s Indicate that the ex- 
'tension of the pTo^ec^t to local gQvernm<ints is a feasible and beneficial adti- 
Vity; ' , ^ " . ■ \ 

1), The projject has matured Sufficiently so that it has structured systems for 
inf ormatiOQ-gathering and applicant processing (from referral to placement) 
and has acquired a body oi, valuable experience. Since these established * sys- 
tleras and resources would be extended to add itlojial employi{ig erttitles^j trlme^ 
^ffort^ and mohc^would be saved. ■ - * ? . ^ 

», ^ ' " . ' * ^ 

2\ There Is ho precise way to measure" the extnnt to which tlie project has 
.prevented the inst it^ut ionaiizat ion of individbals by^helping to stabilize 
their enviroitment; in enabling them to be as self-sufficient as possible* How-* 
*everj of the project*,s ^3 initial p^l^ements^ there are 8 trainees who l^ve 
at some- point been residents of various state facilities or residential treat- 
ment centers. Slnc^ a proportion of fprmer residents have already been served 
■by the program.^ an eKtens|^on of Project Skill- would indeed further the- current 
t^ust toward de-institutionalizat ion* ' ^ ^ 

In its one-year pf operatloh^ Project Skill has placed A3 mentally retarded 
or emot^ional Ly jd isturb^d persons in trainee positions -for mainly entry level 
jobg within .state government.. Of the^ A3 persons placed^, 7 V\^ve been promote<Ij 
5 former trainees, ar^ now permanent 'state employes, 13 have acMeved proba- 
tionary ^Jt a tus^ 21 aj^e in training status^ and 7" have terminated . M is im- 
portant 'to note (a) that there exists ^it >resent a trainee promotion for each 
termination, and (b) that sfnce 5 of 7 terminations occurred Vjthin a month 
of placement, a minimum of resources ^cid been committed, 

Program trainees have 'much to off ex prospective employers . The preliminary 
da^ mentioned above; supervisors*^ 'evali±a|:ionS » and'^'ptoducLivity^tudieSj all 
"ira^icate that Project Skill people- do'as well a'S^or^ in some cases^ bcftter' 
thran employes in the same , job classif icat ioh who '^were hirqd through the- regu- 
lar process; Yet^ with only a limited number of entry level state' jobs in 
smallet^ more isolated areas, ^nd with current " austerl ty measure^ And a gen- 
erally light turnover furtiifijT re3ucing tVe number of JSudh lo.cal x^acancies, 
jyospectfve Project SkilT trainees in^otitlying regions h^ve relatively few 
opportuni t'^ies , and prospe^itive? local giovernment units wIjo could provide such 
employment liave no ^ces^'to the program* " . 

.^erivices provided by the existing Project include: job dev^l:€^pment » recruit- 
mentj screening 6t applicants, solectionj (iriontat lofij ( training fort^Ta^Ji^s 
and supervisors) J sOpportive s^ervi^es and follpw-up. ^ ^ 
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PROJECT DESIGN . ■ 

The project will ,bo opc>ratcd by staff sclecpcd to serve as on addltlonnl t oni;- 
poncnt to tilt' existing program. While building on established relntlonshJpH, 
processes and procedures developed by the civil service component, *thls staff 
will move Into Implementing these resources with regard to pity and county 
■jobs. ' . ' • ' . - 

This componeLit would be housed with the existing stWS^f wit)\in tUe Department 
of Administration, Bureau of Human- Resources ServicysV The staff wpuld OiOn- 
sipt of a Project Coordinator and 2 Job Developer/Coaches* This initial^de- 
sign encopfjiisses a 6 month gear-up period in which the stSff would make in- 
tensive contaci; within balance-of-state counties to provide information on 
the Project which would result in sufficient job xdmmitments to impl^ent the 
city/county component. It should be noted that the existing staff has given 
numerous pres^eiitat ions throughout the state to various community and profes- 
sional groups throughout Che state and has consistently -enJ^ountered questions 
(from Rhinelander^ Sheboygan, ^etc, ) about why the Project was not operative 
in a particular local area- ^ 

There are^already a variety of resources available to this job development 
team:^ a^ 15 minute fidm-o^graph showing the Project in action as well as de- 
tailing structure and objectives^ 'a brochure which communicates supervisors' 
responses to Project trainees and a First Year Report wjiich gives an in-depth 
analysis of the first year's exfn;rien<:es* 




Project staff would woi'k closely with the Manpower C6iim:il*s Coordinator of 
Programs for Handicapped Persons to assure that positiorrs developed or effor^ts 
■expended did not duplicate aay placement/stabl i I izat ion activity being per- 
formed by any other group or agency and that resources wer« distributed equi- 
tably throughout th^ state. ^ 

The job development t^ffort would be conducted in conjunction with the local 
DeveTopfnental Disabilities Coordinators and Boards in each county or group 
of counties- 



OBJECTIVES 

The primary goal^ for the 6 month gear-up would be to develop 30 job commitments 
(5 6ach from 6 different county- or multi-county areas) which could be filled 
through a full-blown 1 year project that would provide the entire array of 
services now included in the civil service j>roject * 



The 6 areas are : ' i * e 



I * Oneida-t-incoln-Lang^lade Count ies 

II* Green Lake-Marquette-Wausha^a Counties 

III, LaCrosse 

IV. Jef f erspn-Dodge L ' , 

V* Chippewii-Eau Claire \ 

VI * Manitowoc-Sheboygan ^ 
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The targrt in for* 5 contml tmcnCa frnjif cnrh of these areBS or a m1r>1mijm of 30 
Jobs ovcrrtH. As has been true with atrtte scrvlcet tti^maln thrurjt i ho 
job developtqcnt area will ba In 'de-stercotyplng employcrg' altitudes rthdui 
the emplpyablllty and capability of the Project Skill population* The county 
areas may vary (the present areas wfere chosen based^on contact already made 
by the Project), but all will be in the balance-of-state area. 



TIMETABLE 



(Jan*) Month 1: Hire and orient statf* 



Month 2: 



Months 3-^6 



Plan Individual and group staff contracts In vaxlous 
county ar«as; assure adequate supply of publicity 
resources (films, article reprints, brochures) 

Continue and strengthen original contacts, make pre- 
sentations ^to : city and county personnel managers, 
County Board members. Developmental Disabilities 
Co9rdinators and Boards* interested citizens and pro- 
fessional groups, . ' 



EXPECTED RESOLTS 

' 1 

We expect that this activity will result In a minimum commitment of 30 jobs 
in appropriate categories in balanc*e-of -state cities and counties, suffic^ient 
to justify entering into the Project for a full year of training* transitional 
support and other job development activities. 



ERJC 



BUDGET' (6 pios.) 
Staff: 



Travel; 



Other; 



Director i ^ $ 6,500 

'Job Developer/Coach (PSE^ 5,0Q0 

JobDeveloper/Coach (PSE) 5,000 
. Clerk/Typist (PSE) ^ A, 000 

$20,500 

^ . Fringes (6%) 1,203 
' l\:*tal Staff $21,703 



. . $5p/week X 3' staff $150 
X ^26 wfe^k^ 
' meals 

Total travel 



$ 3,900 
t.OOO 
$ 4,900 



Communlcat ions (post , & tel , ) ' $ 2 ,000 
i&sk top supplies & printing , AOO 

Total other $ 2,400 > 



57 



$21,703 
$ 4^,900 



GRAND TOTAL $2^,003 



Appendix C 



WISCONSIN AS8OTIATI0N FOR RETARDED CITIZENS 
351 VOST WASHIilGTOn AVENUE 
MADISON t WISCONSIN 53T03 



R ELS 0 L U 1! I ON OH PROJECT SKILL 



VHE31EAS) Fx^oject Skill has been active in promoting and aecurlng 
State Civil Service employment opportimitlea for peraona 
whd are mentally retarded, end 

WHERSAS, Frojject Skill hae obtained funds to ^expand Its activltiee 
to ^pclude securing employment opportunities for peraonB 
who are mentally retcirded In municlj^ and county poaltions^ 

THEREFORE BE IT RESOLVED, that t\e WARC will lend ita support and ^ 
aBSiBtance to Project Skill in its hew endeavora to aecure ' 
employment opportunitlea for persons who are meiitally 
retarded in municipal and county ]psitions* 



Submitted l^y, 

Paul Juboke, Chairperaon 

Vocational Rehabilitation and ^ployment Ccmtmlttee 

PJ;cl 
2/5/76 



, Appendix H - 




DEPAKTMENT OF HEALTH AND SOCIAL SERVICES 



Division of vocational rehabilitation 



Mapch 2, 1976 




V 



TO WHOM IT MAY CONCERN: 



RE: Project Skill 

The Division of Vocational Rehabilitation was consulted and involved 
in the development of Project Skill fromjts inception and it has been 
an active partner in the referral apd^ervice of many individuals served 
t>y the project . ^ , 

As the project^is extended to training and employment ^opportunities i 
in city and county governments, we wish to reiterate this endorsement V 
and pledge cooperation in our mutual quest to serve and place the handi- 
capped in employment, * 

Our District and Local Offices will assist in referrals and mutual 
planning to serve individuals within the constraint of the federal pri-^ 
orities on serving the severely disabled and policy restraints, in maxi-' 
mizing the use of similar benefits such as manpower programs and the 
NARC project funded by the U/S. Department of Latior. 




JHB:cr 



cc: District and Local Offices 



